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Knowing what workers want help keep them at your company. But don’t forget about your 
managers. 
According to the Organisation for Economic Co-operation and Development (OECD) education 
report**, there were 129 million tertiary-educated people aged 25-34 in OECD and G20 countries 
in 2010. By 2020, that number will swell to 204 million, with China (29 percent) and India (12 
percent) accounting for more than 40 percent of these college graduates. 
In comparison, the United States’ share has plummeted from 17 percent in 2000 to 14 percent in 
2010; in 2020, it is projected to be just 11 percent. Other prominent developed countries such as 
France, the U.K. and Japan will all see their share of young graduates fall vis-à-vis the 
developing world. 
The burgeoning growth in the supply of developing world college graduates in general, and the 
Asia-Pacific specifically, is both the cause and the effect of strong economic and labour 
conditions in the region. 
“Asia has had stronger business confidence than North America or Europe, and as a result, has 
been much more active in job searches,” says Christy Forest, Executive Director at advisory 
firm CEB. “However, the perception of opportunities in Asia began declining across the second 
half of 2012, with perceptions in Singapore, Malaysia and South Korea slightly lower than the 
rest of Asia (but still higher than the rest of the world).” 
WINNING AND RETAINING TALENT 
According to Forest, employees’ intention to stay in their current jobs has trended up following 
recent economic uncertainty. And while compensation, stability and respect remain major draw 
factors – as they are globally – top retention drivers vary by regions and markets. 
“Specifically, future career opportunity and work-life balance feature more prominently in Asia,” 
Forest explains. She gives the example of Singapore, where “recognition, co-worker quality and 
people management are distinguishing factors for retaining talent.” 
Leadership and development (L&D) of staff is another key area where employees’ hearts are 
won. The most important issues, however, are often the most difficult to solve. 
“Coming out of the global financial crisis we saw L&D spending rebound strongest in Asia, 
compared to other regions,” Forest told Perspectives@SMU. “Where we see the biggest 
untapped opportunity is not necessarily in formal training (i.e. investments in individuals), but in 
helping employees get work done (better) together.  Unfortunately, many organisations 
overinvest in traditional skill development but fail to make investments that directly enable 
employees to produce better and faster.” 
WHAT KIND OF TRAINING DO YOU NEED? 
Human resource directors will have their hands full as the knowledge economy continues to 
grow. OECD figures show that, on average, human resources in science and technology (HRST) 
occupations represented more than a quarter of total employment across OECD countries. Right 
at the top of that pile is Luxembourg, where about 50 percent of the working population is in such 
jobs. It is therefore no surprise that the country is ranked either No. 1 or 2 in GDP per capita 
calculations. 
With an avalanche of new college graduates armed with HRST skills, HR departments will be 
even harder pressed to get new hires up and running upon starting work. How do you train them 
so they can get up to speed within the company? Would on-the-job training still work? 
“For employees, mentoring can help but that alone is woefully insufficient in really reducing time-
to-productivity for new hires,” Forest laments. “Onboarding systems that help employees to start 
producing in their roles are taking the place of the more typical ‘orientation’ or mentoring 
approach. Our work has shown that engaging new hires pre-start is a powerful way to get them 
off to a fast, productive start. Most organisations just don’t have the time to wait for the long-tail 
of a classic mentoring approach to kick in.” 
Beyond that, Forest also points out the need to help managers do their job effectively. 
“This is such an important issue for companies to get right, particularly for a leader in 
transition.  Our research shows that an underperforming leader in transition will have direct 
reports who are 20 percent more likely to disengage or leave.  Companies often view the 
transition as an individual effort with focus on that person’s activities and personal attributes, but 
the best companies shift the members of a leader’s transition community (peers, manager and 
direct reports) from passive observers to active transition partners.” 
So, remember: help your staff do their job, but don’t ignore your managers. 
  
Christy Forest was a speaker at the Executive Panel Discussion, “Successful Leadership and 
Gender: A View from the C-suite.” 
 
